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AGREEMENT between the MANHASSET UNION FREE SCHOOL DISTRICT 
(the "District") and the MANHASSET EDUCATIONAL SUPPORT PERSONNEL 
ASSOCIATION (the "Association") made this 22nd day of November, 2000 as follows: 
ARTICLE I - RECOGNITION 
The District hereby recognizes the Association as the exclusive negotiating agent 
for employees in a unit consisting of nurses, audio visual technicians, computer 
technicians, security guards, cleaners, custodians, drivers, groundskeepers, teacher 
assistants, supervisory aides and secretarial/clerical employees and excluding head 
custodians, assistant head custodians (evening cleaning supervisors), bus dispatchers, 
supervisor of buildings and grounds, administrative assistant, bookkeeper, secretary to 
the Superintendent of Schools, secretary to the Assistant Superintendent of Schools, 
secretary to the Personnel Director, payrolI clerk, business office clerks, the central 
office receptionist/secretary, the supervisor and assistant supervisor for transportation 
and all other employees. 
ARTICLE I1 - DEFINITIONS 
A. "EMPLOYEE" means a person employed full- or part-time in one of the 
job titles described in Article I for a period of more than forty-five (45) days. 
B. "FULL-TIME EMPLOYEE" means an employee who provides service to 
the District for the normal workday, workweek and work year as set forth in the 
annexed Schedules A, B, and C. 
C. "PART-TIME EMPLOYEE" means any employee who provides service to 
the District for twenty (20) hours or fewer per workweek. 
D. "PARAPROFESSIONAL" means teacher aides and teaching assistants. 
E. "RETIREMENT" means full retirement under the New York State 
Employees Retirement System or New York State Teachers Retirement System and does 
not mean separation in vested status from service. 
F. "SECRETARY /CLERICALN means clerk typists, stenographers, senior 
stenographers and stenographic secretaries. 
G. "SUPERINTENDENT" means the Superintendent of Schools of the District 
or his/ her designee. 
ARTICLE I11 - TERMINATION OF EMPLOYMENT 
A. Resignation 
An employee who intends to resign shall inform his/her supervisor in writing 
no less than ten (10) working days prior to the intended date of resignation. Effective 
July 1,2000, employees who fail to give the District at least two (2) weeks (10 working 
days) prior notice of resignation, shall be docked one (1) days' pay for each day less 
than two (2) weeks (10 working days) of notice. 
B. Retirement 
An employee who intends to retire or separate in vested status from service shall 
inform his/ her supervisor in writing no less than four (4) months prior to the intended 
date of retirement. 
ARTICLE IV - EMPLOYEE FILES AND EVALUATION PROCEDURES 
A. Employee Files 
1. A file will be maintained for each employee in the Central 
Administration Office. 
2. Employees shall have the right to review their files, except material 
of a confidential nature, during normal business hours and to make copies of materials 
therein. 
3. Employees shall have the right to have an Association 
representative accompany them when they review their files. 
4. Employees shall have the right to append their remarks to any 
document in their files of an evaluative nature within fifteen (15) working days after 
notification that the document is going to be placed in their. files. 
5. Grievances, grievance claims, and other material relating to 
grievances shall not be placed in employee files. 
B. Evaluation Procedures 
1. All employees will be evaluated no less than once per year in 
accordance with procedures to be developed by the Superintendent, which procedures 
may be changed from time to time in the discretion of the Superinteqdent consistent 
with the provisions of this Article. 
2. Upon receiving evaluation reports, employees shall have the right 
to confer with their supervisors. 
3. Employees shall sign their evaluation reports, verifying that they 
have read the reports. 
4. An unsatisfactory rating following an evaluation shall result in the 
denial by the District of thirty (30%) percent of the next scheduled annual compensation 
increase. The District's determination shall be subject to the following procedural 
provisions: 
a. A supervisor shall inform an employee in writing by 
February 15 that he/she is considering recommending to the Superintendent that such 
employee be given an unsatisfactory rating, which shall result in the withholding of 
thirty (30%) percent of that employee's salary increase for the next school year unless 
that employee's performance improves by June 1. Any such employee shall have been 
evaluated in writing prior to February 15. 
b. An employee who receives such a notice shall sign it to 
signify its receipt by February 15. 
c. Supervisors shall make every reasonable effort to assist such 
employees to improve between February 15 and June 1. 
d. Supervisors shall inform such employees in writing by June 
1 that their performance has improved satisfactorily or that it has not. 
e. Employees who are rated unsatisfactory shall be informed in 
writing of the final determination by the Board of Education by July 1. 
f. This evaluation system shall not restrict the authority of the 
District to discipline and/or terminate employees in the manner provided in, and to the 
extent permitted by, applicable laws and regulations. 
ARTICLE V -WORKDAY, WORKWEEK AND WORK YEAR 
I. The normal workday and workweek and work year for employees shall be as set 
forth in the annexed Schedules A, B, C, and D. 
A. All workdays are exclusive of lunch but include one (1) a.m. break, such 
break not to exceed fifteen (15) minutes. Lunch and break times will be posted by the 
District. 
B. There shall be no automatic reduction of the normal workday on days 
prior to holidays. 
C. Work Outside of Regular Work Year 
Employees who perform service beyond their work year as defined in 
Section A shall be compensated at their regular hourly rate, with the exception of 
employees providing service in programs in the Summer Center and Summer School, 
who shall be compensated at a rate to be determined each year by the Superintendent. 
11. Work Year for Ten Month Secretaries 
A. Effective July 1,2000, each ten (10) month secretary shall be required to 
work in their respective positions for up to four (4) additional days immediately 
preceding September 1st. The employee and his/ her immediate supervisor may 
mutually agree to have the employee work the additional days during a different time 
period between July 1st and September 1st. Ten (10) month secretaries who work said 
additional days shall receive Labor Day as a paid holiday according to the following 
schedule: 
1. One additional day - 1/4 of a paid holiday 
2. Two additional days - 1/2 of a paid holiday 
3. Three additional days - 3/4 of a paid holiday 
4. Four additional days - 1 paid holiday 
B. An employee may opt to convert said payment to compensatory time 
consistent with the schedule set forth above. It is understood that employees opting for 
compensatory time: 
1. shall not be permitted to utilize compensatory time during the four 
(4) days immediately preceding September 1st; and 
2. shall be subject to the limitation set forth in Article VI (B)(l). 
111. Notwithstanding the provisions of paragraph I(C) above, effective July 1,2000, 
all employees shall be required to attend up to five (5) meetings with administration, 
after school, each year. Employees shall not be compensated for attending said 
meetings. The meetings shall be one hour in length, however, the District, shall have the 
ability to consolidate said meetings for a period of more than one hour. In no event 
shal! employees be required to attend more than five (5) hours of meetings in any one 
year. 
IV. Effective September 1,1998, the District shall reassign the following bus driver 
personnel from split "8 in 11" shift schedules to the 7 A.M. - 4 P.M. shift: Ron 
Henderson, Nancy Jackson, Robert Reese, Richard Wood. 
ARTICLE VI - COMPENSATION 
A. Salary 
1. Annual compensation for the various positions in the unit shall be 
based upon the days and hours set forth in Appendix B, annexed hereto. 
2. a. Effective July 1, 2000, the 1999/2000 salary schedules shall 
be increased by : 
and 
increased by: 
and 
increased by: 
and 
(i) the equity adjustments set forth in Appendix "A"; 
(ii) an additional two (2%) percent. 
b. Effective July 1,2001, the 2000/2001 salary schedules shall be 
(i) the equity adjustments set forth in Appendix "A"; 
(ii) an additional two (2%) percent. 
c. Effective July 1,2002, the 2001/2002 salary schedules shall be 
(i) the equity adjustments set forth in Appendix "A"; 
(ii) an additional two (2%) percent. 
d. Effective July 1,2003, the 2002/2003 salary schedules shall be 
increased by: 
and 
(i) the equity adjustments set forth in Appendix "A"; 
(ii) an additional two (2%) percent. 
e. Effective July 1,2004, the 2003/2004 salary schedules shall be 
increased by three (3%) percent. 
3. Effective July 1,2000, Steps six (6) through nine (9) and Steps eleven 
(11) through fourteen (14) shall be added to the salary schedules . 
4. Only employees hired on or before February 1 of the contract year 
shall be eligible for increments, if due, effective July 1 of the following contract year. 
5. New employees shall be placed on Step 1-3 on the appropriate 
salary schedule except in extraordinary circumstances. 
B. Overtime 
1. Work that is required by the District of employees in any day in 
excess of the employee's normal workday as defined in Article V shall be compensated 
for at one and one-half times the regular hourly rate of each hour worked above the 
normal workday, or at the option of the employee, by compensatory time for each hour 
worked above the normal workday; provided, however, that if the employee's workday 
as defined in Article V is six (6) hours, then the first hour worked in excess of the 
workday shall be compensated in pay or compensatory time at straight time, not time 
and one-half. Employees opting for compensatory time may not accrue nor utilize 
more than twenty (20) hours of compensatory time, per school year. Employees opting 
for compensatory time shall give one week's (5 working days) notice, in writing, to 
his/ her immediate supervisor of a request to use accrued compensatory time off. 
2. Bus drivers or custodial workers who are required by the District to 
work on holidays as defined in Article IX, Section A shall be compensated by an 
additional one and one-half times their regular hourly rate for each hour worked, or at 
the option of the employee, by compensatory time for each hour worked on a time and 
one-half basis. Employees opting for compensatory time may not accrue nor utilize 
more than twenty (20) hours of compensatory time, per school year. Employees opting 
for compensatory time shall give one week's (5 working days) notice, in writing, to 
his/her immediate supervisor of a request to use accrued compensatory time off. 
3. Overtime shall be offered to cleaners, custodians and maintainers 
only on a rotating basis to full-time and then to part-time cleaners, custodians and 
maintainers in order of seniority in the title. Seniority for this purpose shall be 
determined for cleaners on a building-by-building basis, and calculated by total months 
of service. 
4. Effective September 1,1998, all overtime shall be offered to bus 
drivers in order of District-wide seniority, on a rotating basis to full-time and then to 
part-time drivers, except in limited situations where District operational needs require 
otherwise, such as in emergencies or where Board packets and/or related Board 
correspondence and/or material is involved. 
5. Drivers who are required by the District to remain with their 
vehicles during their lunch period shall be compensated at one and one-half times their 
regular hourly rate for one-half hour, or at the option of the employee, by 
compensatory time for such one-half hour on a time and one-half basis. Employees 
opting for compensatory time may not accrue nor utilize more than twenty (20) hours 
of compensatory time, per school year. Employees opting for compensatory time shall 
give one week's (5 working days) notice, in writing, to his/her immediate supervisor of 
a request to use accrued compensatory time off. 
6. The District shall conduct a study of the Transportation 
Department during the 2000/2001 school year. In the event the foregoing study reveals 
that the assignment of overtime based on District-wide seniority interferes with the 
orderly and/or efficient operation of the District's transportation services, then the 
District reserves the right to request negotiations on the foregoing issue by written 
notification to the union within six (6) months of the completion of said study. 
C. Lon~evitv 
1. Full-time unit members with at least ten (10) years of service in the 
District, and who have not previously been paid a longevity increment, may apply on 
or before May 1 of each year for such an increment of One Thousand Five Hundred 
($1,500.00) Dollars for twelve (12)-month employees and One Thousand Two 
Hundred Seventy-Five ($1,275.00) Dollars for ten (10)-month employees. No more than 
seven (7%) percent of the total number of employees covered by this Agreement shall 
be eligible for such an increment in a given year and, if more than seven (7%) percent 
are eligible and apply, then increments shall be paid to applicants with the most 
District-wide seniority. 
2. Effective July 1,2000, unit members with more than fifteen (15) 
years of service shall receive a $500.00 yearly longevity payment. Said payment shall 
not be added to base wages and shall be prorated for part-time employees. 
3. Unit members with twenty (20) or more years of continuous service 
in the District shall be paid a non-cumulative longevity increment of One Thousand 
($1,000.00) Dollars. 
D. Mileage Reimbursement 
The District will reimburse employees for use of private vehicles on 
school business or who, by assignment, must travel between two (2) separate school 
sites in a given workday at the current IRS rate. 
E. Uniforms 
New cleaning, driving and maintenance employees shall receive 
five (5) shirts and two (2) pair of trousers. Thereafter, employees shall receive two (2) 
shirts and one (1) pair of trousers per year unless more are needed. Employees shall 
wear their uniforms at all times that they are on duty and shall keep them neat and 
clean. 
F. Emer~encv Call-In 
Custodial workers shall be paid for a minimum of three (3) hours if 
they are called in on an emergency basis to perform services on their days off or on 
holidays. 
G. MEA Schedule C 
Unit members who are assigned to perform work covered by 
Schedule C of the District's collective bargaining agreement with the Manhasset 
Education Association shall be compensated in accordance with said Schedule. 
H. Reimbursement for lob Related Courses 
The District will pay for job-related courses which have been 
approved in advance by the Superintendent or his/her designee, upon presentation of 
evidence of satisfactory completion of the course. 
I. Section 125 Plan 
Effective as soon as practicable after the ratification/approval of 
the 1995-1997 Agreement, the District shall implement an I.R.C. Section 125 Plan, which 
permits unit members to pay for portions of their health insurance premiums with 
pre-tax dollars. It is understood that before the pre-tax contributions are implemented, 
any employee making such contributions shall first agree in writing to indemnify and 
save the District harmless against any and all claims and/or liabilities, including fees, 
that arise out of or by reason of action taken or not taken by the District for the purpose 
of complying with this Section. 
J. Registered Nursesf Bonus 
1. Effective July 1,2000, registered nurses shall receive a yearly bonus 
for achieving the following education levels: 
a) School Nurse Certification - $500.00 
b) Bachelor's Degree - $500.00 
c) Master's Degree - $750.00 
2. Employees shall be eligible for either the Bachelor's Degree bonus 
or the Master's Degree bonus, but not both. 
3. Said bonus shall not be added to base wages and shall be prorated 
for part-time employees. 
K. Differential 
Effective, July 1,2000, employees who are involuntarily transferred 
to the evening shift shall receive a ten (10%) percent salary differential. 
ARTICLE VII - TIME RECORDS 
Employees shall sign in with signature and time of arrival at the beginning of 
each workday and sign out with signature and time of departure at the end of each 
workday, pursuant to procedures to be established by the Superintendent. 
ARTICLE VIII - RETIREMENT 
The District shall continue to provide coverage for employees in the respective 
plans applicable to them at the time of execution of this Agreement. 
ARTICLE IX - HOLIDAYS, VACATIONS, LEAVES 
A. Holidavs 
1. All employees, except part-time employees, with a twelve 
(12)-month work year shall receive the following paid holidays in each work year: 
Fourth of July 
Labor Day 
Rosh Hashanah and the day after 
Yom Kippur 
Columbus Day 
Veterans' Day 
Thursday and Friday of Thanksgiving 
Christmas Day 
New Year's Day 
Martin Luther King's Birthday 
Presidents' Day 
Good Friday 
Memorial Day 
2. All employees, except part-time employees, with a ten (10)-month 
work year (paraprofessionals, ten (10)-month secretary/clericals and ten (10)-month bus 
drivers) shall receive the following paid holidays in each work year: 
Rosh Hashanah and the day after 
Y om Kippur 
Columbus Day 
Veterans' Day 
Thanksgiving Day 
Christmas Day 
New Year's Day 
Martin Luther King's Birthday 
Presidents' Day 
Good Friday 
3. The school calendar shall be determined by the District in its 
discretion, after consultation with the Association. The calendar shall provide that, if a 
paid holiday falls on a weekend on which employees are not scheduled to work, 
employees shall, if possible, receive a different paid holiday during the work year. 
B. Vacation 
1. All twelve (12)-month employees, with the exception of part-time 
employees: are eligible for paid summer vacations in addition to the holidays provided 
in Section A according to the following: 
One year or less . . . . . . . . . 0.83 days per month 
of service computed 
to the nearest half 
day 
'With the exception of the one part-time employee currently receiving this benefit. It is 
understood that the foregoing shall not require the District to grant this benefit to any other part-time 
employee. 
More than one year 
but less than five years 
. . . .  of service in the District. 10 days 
Five or more years but less 
than ten years of service in 
the District. . . . . . . . . . . .  15 days 
Ten or more years of service in 
the District . . . . . . . . . . . .  20 days 
2. Such vacations shall be taken only during the period beginning 
with the close of schools in June and terminating prior to the last full week in August 
each year, or with prior written approval of the District, during scheduled vacation 
periods when schools are closed during the regular school year. The decision to grant 
such approval, or not, shall be in the sole discretion of the District and shall not be 
subject to the provisions of Article XI. All vacations between the close of schools in June 
and the last full week of August each year shall be scheduled with the unit supervisor 
prior to June 1 of each year. 
3. All other employees, except part-time employees, shall be granted 
vacation during the periods when students are not in school, although twelve 
(12)-month secretary/clericals shall continue to be required to work on two (2) days 
during each of the three (3) school vacation periods, in accordance with a schedule to be 
established by their immediate supervisors. 
4. Notwithstanding the provisions of Section B, Subdivision 1, any 
employee who was entitled to and received five (5) weeks of vacation on or before June 
6,1984 will continue to be entitled to five (5) weeks of paid vacation. 
5. Ten (10)-month employees who become twelve (12)-month 
employees shall receive 35  pro rata service credit per year of ten (10)-month service for 
purposes of determining vacation eligibility; for example, ten (10) years' service as a ten 
(10)-month employee entitle an employee upon conversion from a ten (10)- to a twelve 
(12)-month position to eight (8) years, service credit (fifteen (15) workdays of vacation). 
C. Personal Illness 
1. Eligibility 
a. For the first three (3) years of full-time employment, 
full-time twelve (12)-month employees shall be allowed up to twelve (12) days' absence 
with pay annually for personal illness, and all other full-time employees shall be 
allowed up to ten (10) days' absence with pay annually for personal illness. Unused 
days shall not accumulate from year to year. 
b. Commencing with their fourth (4th) year of employment, 
full-time twelve (12)-month employees shall each be allowed up to one hundred fifty 
(150) days' absence with pay annually for personal illness, and all other full-time 
employees shall be allowed up to one hundred twenty-five (125) days' absence with pay 
annually for personal illness, and such employees who exhaust such allowance in a 
given year shall be covered by the District with long-term disability insurance at the 
expense of the District for up to one (1) year at full pay. 
c. Notwithstanding the provisions of paragraphs la. and lb.  
above, all full-time employees hired after April 25,1991 shall accumulate sick leave on 
the basis of one (1) day per month of employment through the fourth (4th) year of 
full-time employment. Unused days shall not accumulate from year to year. Such 
employees shall be eligible for the benefits of paragraph l(b) in their fifth (5th) year of 
full-time employment, rather than the fourth (4th) year. 
d .  i. Notwithstanding the provisions of paragraphs la.,  lb.  
and lc. above, all full-time employees hired on or after November 22,2000, shall be 
entitled to sixteen (16) personal illness days (twelve (12) month employees) or thirteen 
(13) personal illness days (ten (10) month employees) each year, non-cumulative, 
credited upon being hired and prorated for employees hired after July 1st for 12 month 
employees and after September 1st for 10 month employees. 
ii. Commencing with the July 1st following the 
completion of the first school year of employment, employees shall be permitted to 
accumulate up to 200 days. Upon application of the employee, the Board of Education 
may, in its sole discretion, allow additional days of absence for illness with pay. 
e. Notwithstanding the provisions of Section C, Subdivision 1, 
part-time twelve-month employees employed by the District as of April 23,1984 shall 
be allowed up to one hundred fifty (150) days' absence with pay annually for personal 
illness. All other part-time employees employed by the District as of April 23,1984 shall 
be allowed up to one hundred twenty-five (125) days' absence with pay annually for 
personal illness. 
f .  Staff hired after April 23,1984 and employed at least 
half-time, but less than full-time, shall be allowed up to five (5) days' absence with pay 
annually. Unused days may be accumulated up to a maximum of twenty-five (25) days. 
Upon application of an individual employee, the Board of Education may, in its sole 
discretion, allow additional day(s)' absence with pay. 
2. Procedure 
An Absence Report form provided by the District shall be 
submitted for absences due to illness of one (I), two (2), and three (3) days. For absences 
of four (4) days or longer, such form shall be accompanied by a physician's statement. 
The District may require that any illnesses be validated by a physician selected by the 
District. 
3. Pregnancv 
Any physical disability related or incidental to pregnancy shall be 
governed by the provisions of this Article. 
D. Personal Leave Davs 
1. Each full-time employee shall be allowed annually up to three (3) 
days' absence with pay for legal or personal reasons, including religious observances. 
2. Application for personal leave shall be made in writing to the 
Superintendent at least two (2) workdays in advance of the intended leave. Additional 
personal leave days, without pay, may be authorized in the sole discretion of the 
District, and the District's determination shall not be subject to the provisions of Article 
XI. 
3. A reason acceptable to the District must be provided upon request 
if the application is for personal leave on a Monday, Friday or day before or after a 
holiday. 
4. Effective November 22,2000, during the first year of employment, 
personal leave days will accrue at the rate of 3112th~ of a day per month for twelve (12) 
month employees and at the rate of 3110th~ of a day per month for ten (10) month 
employees. 
E. Child Care 
Child care leave without pay for care of a newborn or newly adopted 
child of up to two (2) years will be granted to any employee, with the exception of part- 
time employees, with at least one (1) year of service within the District upon written 
application at least one (1) month prior to the intended commencement date of the 
leave. Eligibility for additional child care leave shall be contingent upon prior return to 
service for no less than two (2) full calendar years. 
F. Extended Leave 
Under extenuating circumstances, and upon the recommendation of the 
employee's supervisor, an employee may be granted extended leave without pay for a 
period up to one (1) year. The decision to grant such leave, or not, shall be in the sole 
discretion of the District and shall not be subject to the provisions of Article XI 
G. Jury Duty 
1. All employees, with the exception of part-time employees, will be 
excused without loss of pay for a period not to exceed two (2) workweeks if called for 
jury duty. Any stipend or travel reimbursement received by such employees during 
their first two (2) workweeks of service shall be remitted to the District. To be eligible to 
receive jury duty pay, 
Workers' Compensation Board for that period. Nothing in this Agreement shall in any 
way preclude the District from acting to separate an employee from employment 
pursuant to Civil Service Law 5571 - 73. 
J. Critical Illness 
Effective July 1,2000, upon prior approval of the Superintendent and/or 
his/her designee, all employees, with the exception of part-time employees, shall be 
allowed up to five (5) days absence with pay for each occurrence of critical illness to a 
spouse, child or parent of the employee. Critical illness means illness which the 
1 employees shall attempt to postpone their jury service to a time when school is not in 
session and shall, upon request, provide a copy of a letter demonstrating the attempt. 
Employees shall request that they be placed "on call" for jury duty, where available. 
2. Under extenuating circumstances, an employee may request 
additional leave for jury duty. The Superintendent's decision concerning whether to 
grant such additional leave shall not be grievable. 
H. Bereavement Leave 
1. Upon prior approval, all employees, with the exception of part- 
time employees, shall be allowed up to five (5) days' paid bereavement leave in the 
event of a death in the employee's immediate family. 
2. "Immediate family" is defined as the employee's mother, father, 
sister, brother, husband, wife, son, daughter, grandparent, grandchildren, uncle, aunt, 
father-in-law, mother-in-law, brother-in-law, or sister-in-law. 
3. The 5-day maximum for bereavement leave may be extended at the 
discretion of the District in unusual circumstances. The Superintendent's decision 
concerning whether to grant such leave shall not be grievable. 
I. Workers' Com~ensation 
Effective March 28,1996, an employee who is entitled to benefits under 
the Workers' Compensation Law shall continue to receive full salary for the first nine (9) 
months without docking sick leave. Thereafter, the employee shall be paid each payroll 
period in an amount equal to the reimbursement received by the District from the 
attending physician certifies in writing to be sufficiently critical to require the staff 
member's presence at the bedside. The 5-day maximum for critical illness leave may be 
extended at the discretion of the District in unusual circumstances. The 
Superintendent's decision concerning whether to grant such leave and/or extension 
shall not be grievable. 
K. Attendance Bonus Program 
1. Effective July 1,2000, any full-time 12 month employee who has 
been absent three (3) days or less during the preceding school year (July 1 - June 30) and 
any full-time 10 month employee who has been absent three (3) days or less during the 
preceding school year (September 1 - June 30), shall be eligible to participate in the 
following attendance bonus program during the subsequent school year2, provided the 
employee has submitted a written application to the District no later than September 
15th of the year of participation. "Absence" shall be defined as absence for any reason 
with the exception of absence due to bereavement or jury duty. 
2. Number of Absences Eligibilitv Cash Payment Bonus 
0 (10 & 12 mo. employees) 500 
1 (10 & 12 mo. employees) 200 
2 (10 & 12 mo. employees) 150 
3 (10 & 12 mo. employees) 100 
4 (12 mo. employees) 50 
2~mployees shall not be eligible to participate in the Bonus Program until the 2001/2002 school 
year. 
3. The foregoing cash payment shall be made prior to October 15th of 
1 the year after such payment is accrued by the employee. 
L. Attendance Review 
1. In the event that the District determines that a unit member has 
demonstrated misuse of sick leave, the following procedure shall be available for use by 
the District. 
I 2. The unit member shall be notified in writing of the District's I concern. Said written notification shall specify the nature of the concern and shall also 
establish a conference date for a discussion of the District's concerns. The conference 
shall be held by the Assistant Superintendent for Personnel. The employee shall have 
I .  the right to Union representation at said meeting. Within (15) workdays of the 
conference, a writing summarizing the conference shall be prepared by the Assistant 
Superintendent and provided to the employee. In the event that the procedure in 
paragraph (3) is not invoked within one (1) year of the delivery of the above summary 
to the employee, the same shall be removed from the employee's personnel file. The 
District shall notify the employee that the removal has occurred. 
3. After issuance of said letter and the passage of no less than ten (10) 
I workdays, if no improvement in the employee's attendance record is evident, a second 
conference shall be held to review the lack of improvement. The employee may be 
represented by the Union at said meeting. Following said meeting, the Assistant 
I Superintendent, within fifteen (15) workdays of the conference, shall issue a written I determination which may include a formal reprimand. A copy of said determination 
I shall be placed in the employee's personnel.file and a copy shall be provided to the I employee. The employee shall have the right to affix a response and related I documentation to the Assistant Superintendent's determination within fifteen (15) days I of the issuance of said determination. I 4. After issuance of said determination, as set forth in paragraph (3) 
above, and the passage of no less than ten (10) workdays, if no improvement in the 
employee's attendance record is evident, a third conference shall be held to review the 
lack of improvement. The employee may be represented by the Union at said meeting. 
Within fifteen (15) workdays of said conference, the Assistant Superintendent for 
Personnel shall issue a written determination which may include a formal reprimand 
and/or imposition of a fine of up to three (3%) percent of the employee's yearly salary 
(Said fine shall be prorated over at least six (6) payroll periods.) 
5. Employees may be fined pursuant to paragraph (4) only once 
during any one school year. However, there shall be no other restrictions upon the 
District's implementation of the above-referenced procedure more than once in any one 
school year. 
6. Nothing hereinabove set forth shall be deemed a prerequisite to 
institution of disciplinary proceedings pursuant to law which may be commenced by 
the District at any time in its sole discretion. 
7. The decision to institute this procedure shall be reviewed by way of 
expedited arbitration pursuant to the rules for voluntary arbitration of the American 
Arbitration Association. However, the imposition of a sanction shall be grievable. 
ARTICLE X - INSURANCE AND EMPLOYEE ASSISTANCE PLAN 
A. The District shall provide such health insurance coverage as is being 
provided to other employees of the District for the period July 1, 2000 to June 30, 2005. 
Employees shall contribute a total of five (5%) percent of the cost of health insurance 
premiums. Part-time employees, as defined in Article 11, Section C of this Agreement 
shall not be eligible for health insurance coverage at the expense of the District. The 
dental insurance coverage provided as of June 30,1990 shall be continued for the 
duration of this Agreement, subject to changes or amendments which may be made by 
the carrier. 
B. Alternative Plans 
1. Members of the unit who, during the life of this Agreement, 
withdraw entirely from coverage paid in any part by the District, shall receive forty 
(40%) percent of the District's savings annually, based upon whether they were 
receiving individual or family coverage, provided they remain uncovered under such 
plan for a period of twelve (12) consecutive months. Such payments shall commence at 
the end of the twelve-month period and shall be made annually each twelve (12) 
months thereafter, provided the member remains uncovered under the District's plan. 
Effective July 1,1996, the payments shall be made during the June or December first 
following the end of the twelve (12)-month period. Nothng contained herein shall 
preclude a member from re-entering the plan within the twelve (12)-month period; 
provided, however, that in the case of a member, who re-enters in less than twelve (12) 
months, no payment shall be made. 
2. Members of the unit may elect a plan no more frequently than once 
every six (6)  months, with the exception that they may elect the Empire Plan at any 
time. The foregoing is subject to any restrictions of the carrier and of the Empire Plan. 
3. Members of the unit who elect a plan, pursuant to which they may 
be eligible to receive a portion of the District's cost savings, shall qualify for such 
payment provided that they remain in that plan for a period of twelve (12) consecutive 
months. Such payments shall commence at the end of the twelve-month period and 
shall be made annually each twelve (12) months thereafter, provided the member 
remains in the lower cost plan and the plan continues to generate premium savings. 
Nothing contained herein shall preclude a unit member from changing plans as allowed 
in paragraph 1 of this Section; provided, however, that in the case of a member who 
changes plans in less than twelve (12) months no payment shall be made. 
C. Emplovee Assistance Plan 
1. The District shall subscribe to the Employee Assistance Plan (EAP) 
sponsored by the LECSA Employee Assistance Program, or such other program which 
shall be mutually agreed upon between the District and the Union, on behalf of all 
members of the bargaining unit. The annual cost of participation shall be paid by the 
District. 
2. The purpose of the EAP is to provide a means of helping 
bargaining unit employees avoid or resolve the wide range of physical, psychological, 
behavioral, social or family problems that can threaten their health, interpersonal 
relationships, family life, or on-the-job performance. The EAP offers people the 
opportunity to actively seek help for alcoholism or drug addiction, marital problems, 
emotional, psychiatric, legal or financial difficulties, among others. The inclusion of the 
EAP in this Contract reflects the support and endorsement of both the District and 
MESPA. 
3. The District and MESPA desire that the EAP shall function under 
the highest professional standards of confidentiality. Confidentiality shall mean that 
there shall be no information concerning any individual released to District supervisors, 
to Union officials, or to anyone else without the express written consent of that 
individual; provided, however, that the individual must consent to release of such 
information as the District needs to verify that an employee's absence is required or 
caused by participation in the plan or a program or course of treatment recommended 
by the plan (see paragraph 7). 
4. Participation in any EAP service or activity on the part of any 
individual shall be wholly voluntary and on the basis of self-referral. 
5. An employee's EAP participation will not be made part of any 
supervision, review, or evaluation of his/her job performance without the express 
written consent of that individual; provided, however, that this shall not preclude the 
District's consideration of the employee's attendance record to the same extent as it 
would be considered for other employees. 
6. Members of the bargaining unit who voluntarily and on their own 
initiative seek assistance through the EAP shall be afforded the opportunity to do so 
under the terms of this clause. Employees must utilize their own time for treatment, 
whether in the form of sick leave, vacation time, excused leave, or unpaid leave. The 
District shall be required to grant an employee not more than a total of four (4) weeks 
unpaid leave annually for EAP purposes, provided that the employee has first used all 
paid leave and vacation time available to him or her for such purposes. 
7. Employees who wish to avail themselves of sick, personal, vacation 
or unpaid leave for EAP purposes must schedule their time off with the District 
according to normal procedures. The District may verify with the EAP Coordinator that 
the employee has enrolled in a treatment plan or facility, and that an employee who has 
been granted a leave for EAP purposes is participating in his or her treatment program 
as required, and that an employee who seeks to return from leave has completed the 
plan of treatment. The employee, as a condition of the leave, must give the EAP a 
release allowing the EAP to provide all such information to the District. If an employee 
secures a leave for EAP purposes but fails to participate in the prescribed treatment 
program as required or fails to complete the program, that employee will be subject to 
discipline, including discharge. It is understood, however, that neither the EAP nor the 
employee is required to reveal the nature of the employee's problem or treatment if 
enrollment is voluntary by the employee. 
8. On request of either party to this Agreement, the other party shall 
meet upon reasonable request to discuss the effectiveness and performance of the EAP. 
D. Personal Pro~er tv  
Effective July 1,2000, the District will reimburse employees for the reasonable 
cost of damages to personal property, excluding automobiles, incurred in a physical 
altercation suffered while the employee was acting in the discharge of his/her duties 
within the scope of his/her employment, up to a maximum of $250.00 per employee per 
occurrence. 
E. NYSUT Benefits 
Effective July 1,2000, employees may sign and deliver to the District assignments 
authorizing deduction for NYSUT benefits. All District payments shall be made directly 
to NYSUT for its distribution. 
ARTICLE XI - GRIEVANCE PROCEDURES 
A. Basic Principles 
1. It is the intent of these procedures to provide for the swift and 
orderly settlement of differences in a fair and equitable manner. The parties agree that it 
is advantageous to attempt to resolve differences informally and that, in any event, 
resolution of a grievance at the earliest possible stage is agreed to be a most desirable 
goal. 
2. Nothing contained herein will be construed as limiting the right of 
any employee having a grievance under this Agreement to discuss the matter 
informally with the employee's supervisor, thus having the grievance adjusted, 
provided that the adjustment is not inconsistent with the terms of this Agreement. 
3. Time limits set forth herein shall be strictly construed, are deemed 
critical, and may only be extended by express written agreement of all parties 
concerned. 
4. No remedy for a claimed violation, misinterpretation, or 
misapplication of this Agreement shall be sought without first pursuing the matter in 
accordance with these procedures through Stage 3. 
5. If any provision of this procedure or any application thereof to any 
employee or group of employees in the negotiating unit shall be finally determined by 
any court to be contrary to law, then such provision or application shall not be deemed 
valid except to the extent permitted by law, but all other provisions or applications will 
continue in full force and effect. 
B. Definitions 
1. A Grievance is a claim by an employee that the Agreement has 
been violated, misinterpreted or misapplied with respect to him or her. 
2. Supervisor shall mean the immediate superior of the employee 
presenting the grievance. 
3. &grieved Partv shall mean any employee or group of employees 
filing a grievance. 
4. Appeal shall mean the referral of a grievance ,matter to the next 
higher stage of consultation in the event that the aggrieved employee or the Association 
is not satisfied with the solution offered by the lower stage of consultation. 
5. Representative shall mean the person designated by the aggrieved 
person to act or speak on his/her behalf in grievance procedures. 
6. Stage shall mean successive level of consultation for the purpose of 
resolving a grievance. 
7. Dav shall mean a calendar day. 
C. Procedures 
1. All grievances shall include the name and position of the aggrieved 
party, the identity of provisions of this Agreement allegedly violated, the time when, 
and the place where, the alleged events or conditions constituting the grievance existed, 
the identity of the party responsible for causing said events or conditions, and a 
statement of the nature of the grievance and the redress sought by the aggrieved party. 
2. The parties shall not interrupt work activity in any phase of the 
grievance procedure. 
3. Forms for filing grievances, serving notices, taking appeals, and 
making reports and recommendations, and other necessary documents will be 
developed by the District. The District shall then have them printed and made available 
so as to facilitate operation of the grievance procedure. 
4. No written grievance will be entertained as described below, and 
such grievance will be deemed waived, unless a written grievance is forwarded at the 
first available stage within twenty (20) workdays after the employee knew or should 
have known of the act or condition on which the grievance is based. 
5. If a decision at one stage is not appealed to the next stage of the 
procedure within the time limit specified, the grievance will be deemed to be 
discontinued and further appeal under this Agreement shall be barred. 
6.  Failure at any stage of the grievance procedure to communicate a 
decision to the aggrieved party, his/her representative and the Association within the 
specified time limit shall permit an appeal to the next stage of the procedure within the 
time which would have been allotted had the decision been communicated by the final 
day. 
STAGE 1 
a. An employee having a grievance shall discuss it with 
his/her immediate supervisor, either directly or through a representative, with the 
objective of resolving the matter informally. If the employee submits the grievance 
through a representative, the employee may be present during the discussion of the 
grievance. 
b. If the grievance is not resolved informally, it shall be 
reduced to writing and presented to the immediate supervisor within the time specified 
in Section C. 4 above. Within fourteen (14) days after the written grievance is presented, 
the supervisor shall render a written decision thereon. 
STAGE 2 
a. If the employee initiating the grievance is not satisfied with 
the written decision at the conclusion of Stage 1 and wishes to proceed further under 
this grievance procedure, the employee shall, within fourteen (14) days of receipt of that 
decision, file a written appeal with the Superintendent. 
b. Within fourteen (14) days after receipt of the appeal, the 
Superintendent shall confer with the employee and his/her representative. 
c. The Superintendent shall render a decision in writing within 
fourteen (14) days after the conclusion of the conference. 
STAGE 3 
a. If the employee is not satisfied with the decision at Stage 2 
and wishes to proceed further under this grievance procedure, the employee shall, 
within fourteen (14) days of receipt of that decision, present the grievance to the 
Association for its consideration. 
b. If the Association determines that the employee has a 
meritorious grievance, then it may file a written appeal of the decision at Stage 2 with 
the Board of Education within fourteen (14) days after the employee has received such 
written decision. The grievance record maintained by the Superintendent shall be 
available for use by the Board of Education. 
c. Within twenty-one (21) days after the receipt of an appeal, 
the Board may hold a hearing on the grievance. The hearing shall be conducted in 
executive session. 
d. The Board shall render a decision, in writing, within 
fourteen (14) days after the conclusion of the hearing. 
STAGE 4 
a. If the Association is not satisfied with the decision at Stage 3 
and wishes to proceed further under this grievance procedure, the Association, within 
fourteen (14) days of the decision at Stage 3, may submit the matter for advisory 
arbitration in accordance with the Voluntary Labor Arbitration Rules of the American 
Arbitration Association. The arbitrator shall have no power to alter or modify the 
provisions of this Agreement. Fees and expenses incurred by the arbitrator shall be 
shared equally by the Association and the District. 
ARTICLE XI1 - MANAGEMENT RIGHTS 
The District shall retain the discretion to establish and change policies, rules and 
regulations concerning terms and conditions of employment, provided that such 
policies, rules and regulations do not conflict with any provision of this Agreement. 
The District shall give adequate notice of any changes in policies, rules and regulations 
concerning terms and conditions of employment and shall bargain concerning the 
impact thereof, if any, upon the request of the Association. The District's failure to 
exercise any management right shall not be deemed a waiver of that right. 
ARTICLE XI11 - EMPLOYEE DRUG TESTING 
A. Purpose 
1. The purpose of this Article is to establish a written procedure for 
conducting tests of a MESPA employee for the presence of illegal controlled substances, 
their metabolites, or alcohol, under the circum~ta~ces described below. Nothing 
contained in this Article shall be deemed to restrict the District from testing applicants 
for employment for drug or alcohol use, regardless of the position applied for, nor to 
prescribe the reasons for or methods of such testing. 
2. For purposes of this Article, "employee" shall be defined as a bus 
driver or any other unit member whose job requires operating a motor vehicle on behalf 
of the District. 
B. Policv Statement 
1. The use of illegal controlled substances by an employee, regardless 
of the position held, adversely affects the accomplishment of the District's ability to 
safely deliver services, impairs the efficiency of the work force, endangers the lives and 
security of employees and students and undermines the public trust and is, therefore, 
prohibited. In order to identify possible illegal controlled substance usage, and to 
curtail the introduction of illegal controlled substances and alcohol into the workplace, 
procedures to test for the use of illegal controlled substances and their metabolites and 
alcohol have been established in this Article. 
2. The District and the Union, as part of their concern for bargaining 
unit employees, recognize that the use of illegal controlled substances causes problems 
which may have a far reaching negative effect on the safety of vehicles and on the 
health, well-being and productivity of the work force and students. It is with problems 
such as these in mind that the District and the Union have jointly agreed upon the 
establishment of an Employee Assistance Program, the terms of which are set forth in a 
separate article of this Agreement. The District and the Union encourage employees 
who are using illegal controlled substances to seek the confidential services of the 
Employee Assistance Program. Information concerning the use of illegal controlled 
substances revealed to EAP representatives by an employee cannot be used for or 
against the employee for any purpose. 
C. Reasonable Suspicion 
1. An employee as defined herein may be ordered to submit to testing 
to determine the presence of illegal controlled substances or their metabolites or 
alcohol, based upon a reasonable suspicion as defined below in this Section of this 
Article. An employee who refuses to submit to testing may be subject to discipline, 
including discharge, under civil service law procedures, if any, applicable to such 
employee. 
a. In determining whether to order a test in a particular case, 
the District must balance an employee's reasonable expectation of privacy from 
unreasonable intrusions against the District's interest in assuring the integrity and 
fitness of its employees and the safe delivery of its services. 
b. The order to submit to testing must be justified by a 
reasonable suspicion that the employee has reported for duty under influence of illegal 
controlled substances or alcohol or is engaging in the possession, use, distribution, or 
sale of illegal controlled substances either on or off duty. 
c. While the "reasonable suspicion" standard does not lend 
itself to precise definition or mechanical application, vague or unparticularized or 
unspecified or rudimentary hunches or intuitive feelings do not meet the standard. 
d. Reasonable suspicion is the quantum of knowledge 
sufficient to induce an ordinarily prudent and cautious person to act under the 
circumstances. Reasonable suspicion must be directed at a specific person and be based 
on specific and articulable facts and the logical inferences and deductions that can be 
drawn from those facts. 
e. Reasonable suspicion may be based upon, among other 
matters: observable phenomena, such as direct observation of use and/or the physical 
symptoms of using or being under the influence of illegal controlled substances such as, 
but not limited to slurred speech; disorientation; a pattern of abnormal conduct or 
erratic behavior; a "triggering event" which warrants employer inquiry because of a 
direct bearing of the mental faculties of the employee on the health and safety of others; 
action(s) inconsistent with normal conduct or behavior; information provided either by 
reliable and credible sources or which is independently corroborated; arrest or 
conviction for a drug-related offense, or the identification of an employee as the focus of 
a criminal investigation into illegal drug possession, use or trafficking. 
f. The District will not test solely on the information of 
anonymous sources unless the information is reliable and credible, or there is 
corroborative evidence to support the reliability of that information. 
g. It is intended that where a decision is made to test, the 
employee will be given a direct order to submit to the test. 
h. A decision by an employee to seek assistance from the EAP 
shall not alone be the basis for reasonable suspicion justifying the testing of an 
employee under this Article. 
D. Procedures 
1. Whenever the District believes that available facts objectively 
indicate that reasonable suspicion exists, as defined above, to warrant the testing of an 
employee for illegal controlled substances, their metabolites, or alcohol, then the person 
making such determination shall document same on a District form within a reasonable 
time after making such determination. Such documentation shall include the objective 
facts contributing to and forming the basis of the reasonable suspicion, including, for 
example, such matters as a description of the employee's appearance and behavior, the 
observations of witnesses, and the nature and source of the information. Where the 
information consists, in whole or part, of observations made by a confidential 
informant, the source of that part of the information need not be revealed; except that i 
the event of an arbitration to determine whether the District had reasonable suspicion 
to require the test, the Union may require that such confidential source be revealed in 
confidence to the arbitrator considering the issue of reasonable suspicion. 
2.  In disciplinary proceedings based upon refusal to submit to drug 
testing or upon testing positive for use, the District cannot be compelled to reveal the 
name of any confidential informant nor can evidence of the contents of the report of 
such confidential informant be suppressed because of the District's refusal to reveal the 
name of such confidential informant. 
3. No employee shall be ordered to submit to a test without the 
express approval of the Superintendent or his/her designee. Prior to testing where 
practicable, the employee shall be given a brief verbal explanation of the factual basis of 
the reasonable suspicion including a brief description of the conduct leading to the 
formation of a reasonable suspicion, the employee's acts, and the relevant dates, places 
and times thereof and sources of information, except for confidential informants. The 
employee may request that his/ her union representative be present on this occasion, 
provided that this will not cause unreasonable delay in the proceedings. The employee 
shall have the right to respond or explain any facts at that time, and shall be informed of 
his or her right to do so. 
4. To the extent possible and practicable, all specimen collection and 
analysis under this Contract shall be in accordance with the standards and procedures 
incorporated in the U.S. Department of Health and Human Services Mandatory 
Guidelines for Federal Workplace Drug Testing Programs, issued April 11,1988. Such 
procedures shall, however, include the following: 
a. Specimen collection shall be supervised by a person of the 
same gender as the person to be tested. 
b. Specimen collection shall occur in a private setting free of 
any substances which may be used to contaminate the specimen. 
c. The person supervising the specimen collection shall 
provide the employee with a container to be used to collect the sample. 
d. The person supervising the specimen collection may employ 
bluing agents to ensure against the adulteration of samples. A second sample may be 
required where there is suspicion that the first has been adulterated or substituted. 
e. Visual observation of urination will not be required or 
permitted except where no other means are possible to insure the integrity of the 
sample or there is reason to believe that the employee has adulterated or substituted a 
sample. 
f .  If the employee is unable to provide a specimen when 
requested, he/she shall be given a reasonable amount of water (e.g, a glass) and a 
reasonable amount of time to provide a sample. 
g. The specimen will be provided by the employee being tested 
and the filled container will be immediately given to the person supervising the 
collection, who will examine the sample to determine that it is the appropriate color, 
clarity, temperature and volume. 
h. The specimen will be immediately sealed and tagged in 
three separate containers. Two (2) will be for testing by the laboratory designated by the 
District. The third (3rd) will be for testing by a laboratory designated by the employee if 
he or she should so choose, as provided in paragraph 10. Chain of custody 
documentation for each specimen shall be maintained from receipt to destruction. 
1. The specimen will undergo a screening test. Any specimen 
identified as positive on the initial test shall be verified by a confirming test using gas 
chromatography/mass spectrometry or an equivalent scientifically accepted method 
that provides quantitative data about the detected drug or drug metabolites. 
j - The employee being tested shall have the right to an 
independent analysis from a lab of his/her choice from a list mutually agreed to by the 
District and the Union. The employee shall designate, at the time the specimen is given, 
the laboratory, if any, chosen by such employee, and a specimen shall be provided to 
that laboratory, as well as to the laboratory designated by the District. 
k. Copies of all test results shall be sent to the employee 
member and the District. In the event two (2) separate tests are conducted in accordance 
with paragraph 10 and the test reports by both laboratories are positive, the prima facie 
validity of the tests shall be deemed to have been established for the purpose of any 
subsequent hearings in reference to such testing. In the event an employee refuses to 
have the testing done by two (2) laboratories where that option is available to him or 
her, the hearing officer in a subsequent disciplinary hearing may draw a negative 
inference from such refusal in determining the guilt or innocence of the employee on 
charges of substance or alcohol abuse directly connected to the allegations which led to 
the testing. 
1. All tests required by the District will be fully paid for by the 
District. 
m. All time required by the employee to take the ordered test 
shall be considered paid time. 
5. Throughout all aspects of these procedures, including 
transportation and the actual obtaining of the sample, every reasonable effort must be 
made to insure the dignity and privacy of the employee. All reasonable efforts shall be 
made to avoid public attention, and these procedures shall be carried out as discretely 
as reasonably possible. 
6. Within ten (10) working days after the test, upon written request of 
the employees, the Union and the employees may pursue to arbitration any dispute 
pertaining to the District's reasonable suspicion under Section C of this procedure, by 
filing a Demand for Arbitration upon the District. Notwithstanding any other grievance 
and arbitration provisions of this collective bargaining agreement, such arbitration shall 
be governed by the following procedures, which pertain only to arbitration under this 
Article of the collective bargaining agreement: 
a. A single arbitrator from among the following arbitrators 
shall be called upon to conduct the "reasonable suspicion" arbitration provided for in 
this Article. The parties shall inquire of the listed arbitrators whether they are willing to 
serve in this capacity, and the names of those unwilling or unavailable to serve shall be 
deleted. In the event that arbitration is demanded, all the arbitrators may be called, in 
order to schedule the hearing promptly. The first arbitrator to be called shall be rotated 
1 (e.g., the first arbitrator on the list shall be the first called for the first arbitration; the 
1 second arbitrator on the list shall be the first called for the second arbitration). The 
arbitrator to be used for any case shall not necessarily be the first called, but shall be the 
first arbitrator who agrees to hear the case (either at the time of the initial calls from the 
parties or upon returning the phone call from the parties). 
Howard Edelman 
Ted Lang 
Herb Marx 
Janet Spencer 
Bonnie Weinstock 
b. As stated above, in the event that the District's information 
consists in whole or part of observations made by a confidential informant, the Union 
may require that such confidential source be revealed in confidence to the arbitrator 
considering the issue of reasonable suspicion. 
c. For purposes of this Article only, the decision of the 
arbitrator shall be final and binding; provided, however, that the arbitrator shall have 
no power to add to, subtract from, or modify this Agreement in any way. 
d .  If the issue of reasonable suspicion is not submitted to 
arbitration in accordance with this Article of the collective bargaining agreement, it 
shall not be submitted to arbitration under any other Article of the Agreement. If the 
issue of reasonable suspicion is not submitted to arbitration in accordance with this 
Article of the Agreement, however, the employee may nonetheless raise the issue of 
reasonable suspicion in any disciplinary proceeding initiated by the District against the 
employee in connection with which the drug test is used; but in no event shall the 
employee and/or the Union be able to litigate the issue of "reasonable suspicion" in 
both proceedings. 
7. Upon being ordered to submit to a test pursuant to this Article, and 
notwithstanding any contrary Civil Service Law or rule (which are hereby expressly 
waived), an employee shall be suspended without pay pending the District's receipt of 
I 
i the results of the test. If the arbitrator rules that the District had no reasonable suspicion 
I 
I to require the test, or if the District's test results are negative, the employee shall be 
i restored to the payroll with back pay. In addition, in the event that the arbitrator rules that there was no reasonable suspicion or the test results are negative, then upon 
1 request of the employee or the Union, the employee's record shall be expunged of 1 
I any record that the employee was required or requested to take such test. 
I 
8. In the event that an employee refuses to submit to ordered testing 
or fails to cooperate in all aspects of the testing procedures, or in the event such test 
procedures reveal the presence of drugs or alcohol, such employee shall be subject to 
discipline, including discharge. Nothing contained in this Article shall be deemed to 
create, delete, alter, expand upon or diminish disciplinary procedures, if any, which 
may be applicable to the particular employee. 
I 
ARTICLE XIV - VACANCIES 
A. The District shall post notice of any position governed by this Agreement 
that the District intends to fill prior to doing so. 
B. Effective September 1,1998, for all employees on the payroll as of that 
date, the District will post in the Transportation Garage any vacancies in bus driver 
non-split shift schedules occurring on or after the foregoing date. 
ARTICLE XV - DUES DEDUCTION AND AGENCY FEE 
A. Subject to reasonable procedural requirements, employees may sign and 
deliver to the District assignments authorizing deduction of membership dues and 
assessments of the Association and the organizations with which the Association is 
associated or affiliated. The Association shall hold the District harmless in all respects 
affecting this procedure. 
B. Every member of the bargaining unit who is not a member of the 
Association shall pay to the Association an agency fee in an amount equal to the 
membership dues of the Association and its affiliates. 
C. The District shall deduct the agency fee from the salaries of all 
non-Association members of the bargaining unit and shall transmit the sum so 
deducted to the Association at the same time and in the same manner as dues deducted 
from the salaries of Association members. 
D. The Association will provide the District with a copy of its refund 
procedure, with a list of members and non-members, and with the amount of dues to be 
collected, at least ten (10) working days prior to the date of the first scheduled dues 
deduction of each year. The Association represents that it has established and will 
maintain a procedure which provides for the refund, to any fee-payer who so demands, 
of any part of an agency fee deduction which represents that fee-payer's pro rata share 
of expenditures in aid of activities or causes of a political or ideological nature only 
incidentally related to terms and conditions of employment. 
E. The Association agrees to hold the District harmless against claims arising 
out of the deductions and/or transmittal of agency fees where there is a final 
adjudication by a court or arbitrator or by PERB that said agency fee should not have 
been deducted and/or transmitted by the Association. 
ARTICLE XVI - PRECEDENCE OF AGREEMENT 
This Agreement governs terms and conditions of employment of the employees 
and shall supersede any and all provisions contained in the Board of Education Policy 
Manual or Administrative Regulations. 
ARTICLE XVII - SAVINGS PROVISION 
In the event that any provision of this Agreement is declared in whole or in part 
by any court or government agency of competent jurisdiction to be illegal, void and/or 
invalid, all of the other provisions of this Agreement shall remain in full force and effect 
and continue to be binding upon the parties to the same extent as if that part declared 
illegal, void and/or invalid, had never been incorporated in this Agreement. 
ARTICLE XVIII - COMPLETE AGREEMENT 
The parties agree that all matters in dispute or controversy have been discussed 
in the negotiations leading to this Agreement and that this Agreement constitutes the 
full and complete agreement between the parties. 
ARTICLE XIX - DURATION 
This Agreement shall be effective from July 1, 2000 to June 30, 2005 and from 
year to year thereafter, unless either party serves notice upon the other, by the February 
1st first preceding the date of expiration, of its intent to negotiate new or changed terms 
of agreement, in which case it shall terminate on the following June 30. Unless it is 
renewed in writing by the parties or by the failure of either party to serve notice, all 
non-mandatory provisions of this Agreement shall expire on the expiration date of this 
Agreement and shall not continue in force and effect thereafter, notwithstanding any 
contrary provisions of law. 
NOTICE REQUIRED BY SECTION 204-a, CIVIL SERVICE LAW 
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION 
OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION T O  PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFOR, SHALL NOT BECOME EFFECTIVE UNTIL 
THE APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL. 
IN WITNESS WHEREOF, the parties hereto have hereunto set their hands and 
seals as of the day and year first above written. 
MANHASSET UNION FREE MANHASSET EDUCATIONAL SUPPORT 
SCHOOL DISTRICT PERSONNEL ASSOCIATION 
By: By: 
SCHEDULE A -- Paraprofessionals and Registered 
Professional Nurses 
1. The normal workday for paraprofessionals shall be: 
(1) Elementary: Six hours per day (30 hours per week). 
(2) Secondary: Seven hours per day (35 hours per week). 
2. The normal workday for registered professional nurses shall be seven 
hours per day (35 hours per week). 
3. The normal workweek, unless otherwise specified, shall be Monday 
through Friday. 
4. The normal work year for paraprofessionals and registered professional 
nurses shall be determined by the District but shall be not less than 181 nor more than 
185 workdays per year between September 1 and June 30. 
5. Notwithstanding the provision set forth in paragraph 2 above, the 
following employees shall have the following workday, inclusive of lunch: 
Emplovee 
Ilene Ringel 
Judith Reilly 
Workdav 
8:45 AM until 3:45 PM 
8:30 AM until 3:30 I'M 
All other full-time R.N.'s and/or those full-time R.N.'s hired on or after July 1,1996, 
shall work a seven (7) hour day, excluding lunch. 
SCHEDULE B -- SecretarvKlericals 
1. The normal workday for secretary/clericals shall be seven hours per day 
and thirty-five hours per week. The normal work year shall be: 
(1) July 1 to June 30 for twelve-month employees. 
(2) September 1 to June 30 for ten-month employees. 
2. The normal workweek, unless otherwise specified, shall be Monday 
through Friday. 
SCHEDULE C -- All Other Support Personnel 
1. The normal workday for all support employees not covered by Schedules 
A and B shall be eight hours per day and forty hours per week. The normal work year 
for such employees shall be from July 1 to June 30. 
2. The normal workweek, unless otherwise specified, shall be Monday 
through Friday with the exception of the following titles: 
a) groundskeepers; 
b) maintainers; 
c) cleaners; 
d) maintainer helpers; 
e) security guards. 
SCHEDULE D -- Ten-Month Bus Drivers 
1. The normal work year for such employees shall be determined by the 
District but shall be not less than 181 nor more than 185 workdays per year. 
2. The normal workweek, unless otherwise specified, shall be Monday 
through Friday. 
APPENDIX "A" 
PAY SCALES 
TEACHER ASSISTANT 
GROUNDSKEEPEIUMAINTAINER 
STENOGRAPHER 
DUPLICATING MACHINE OPERATOR 
SENIOR TYPIST CLERK 
STENOGRAPHEIUPUBLICITY ASSISTANT 
BUS DRIVElUMAINTAINER 
DISPATCHER 
6 7 8 9 10 11 12 13 14 15 20 
APPENDIX "A" 
PAY SCALES (Continued] 
SENIOR STENOGRAPHER 
TEACHER ASSISTANT/SCIENCE LAB SPECIALIST 
STENOGRAPHERrnEGISTRAR 
ACCOUNT CLERK 
PRINCIPAL TYPIST CLERK 
IN-SCHOOL SUSPENSION SUPERVISOR 
MAINTAINER 
SECURITY GUARD 
STENOGRAPHIC SECRETARY 
AUTO MECHANIC 
itcp 1 2 3 4 5 6 7 8 9 10 1 I 12 13 14 15 20 
A.V. TECHNICIAN HELPER 
itcp 1 2 3 4 5 6 7 8 9 10 I I 12 13 14 I5 20 
A.V. TECHNICIAN 
COMPUTER TECHNICIAN 
kP 1 2 3 4 5 6 7 8 9 10 1 1  12 13 14 15 20 
APPENDIX "A" 
PAY SCALES (Continued) 
Step 
.I-00 
.l-0 1 
.I-02 
.I-03 
.1-04 
itep 
1-00 
1-01 
1-02 
1-03 
1-04 
*P 
1-00 
1-01 
1-02 
1-03 
1-04 
'eP 
1-00 
1-01 
1-02 
1-03 
1-04 
REGISTERED NURSE 
SUPERVISORY AIDE 
BUS ATTENDANT 
CLERK TYPIST 
CLEANER 
MAINTAINER HELPER 
APPENDIX "Bn3 
2001-2002 School Year 
IMPLEMENTATION OF SALARY SCHEDULES IS PREDICATED ON ALL EMPLOYEES BEING PAID 
FOR ALL HOURS WORKED4, PLUS HOLIDAYS AND DAYS ON WHICH SCHOOL IS CLOSED ON AN 
EMERGENCY BASIS BY THE SUPERI1iTENDENTS AS FOLLOWS: 
TWELVE-MONTH EMPLOYEES 
(Transportation, Custodial, Technology, Facilities) 
187 DAYS @ 8 HOURS PER DAY 
58 DAYS @ 7.5 SUMMER HOURS 
15 HOLIDAYS @ 8 HOURS PER DAY 
1,496 HOURS 
435 HOURS 
120 HOURS 
TOTAL 2,051 HOURS~ 
TWELVE-MONTH CLERICAL 
187 DAYS @ 7 HOURS PER DAY 
50 DAYS @ 6.5 SUMMER HOURS 
15 DAYS @ 7 HOURS -HOLIDAYS 
187 DAYS @ 7 HOURS PER DAY 
11 DAYS @ 7 HOURS - HOLIDAYS 
TOTAL 
dONTH CLER 
TOTAL 
1,309 HOURS 
325 HOURS 
105 HOURS 
1,739 HOURS 
1,309 HOURS 
7 7  HOURS 
1,386 HOURS 
3The Appendix is subject to change each year after consultation between the Association 
and the District. 
4 H o ~ r s ,  when set forth, are for full-time positions. 
5Provided, however, that if the District determines that one or more days on which 
school is closed on an emergency basis must be made up by teachers and students, then unit 
members shall make up such days without additional compensation. 
6Plus an additional one-half hour for each day on which an  employee takes vacation 
during a period when summer hours are in force. 
APPENDIX "B" - Continued 
2001-2002 School Year 
SUPV. AIDES, BUS ATTENDANTS, TEACHER ASSISTANTS & REG. NURSES 
184 DAYS @ 6 HOURS PER DAY 
11 DAYS @I 6 HOURS PER DAY - HOLIDAYS 
184 DAYS @ 7 HOURS PER DAY 
11 DAYS @ 7 HOURS - HOLIDAYS 
1,104 HOURS 
66 HOURS 
TOTAL 1,170 HOURS 
1,288 HOURS 
77 HOURS 
TOTAL 1,365 HOURS 
TEN-MONTH BUS DRIVERS 
185 DAYS @ PER DIEM RATE X 8 hrs. 
11 DAYS @ PER DIEM RATE - HOLIDAYS 
185 DAYS @ PER DIEM RATE X 6 hrs. 
11 DAYS @ PER DIEM RATE - HOLIDAYS 
1,480 HOURS 
88 HOURS 
TOTAL 1,568 HOURS 
1,110 HOURS 
2 HOURS 
TOTAL 1,176 HOURS 
